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I. Background 
 
 
“I don’t think that my sexual identity is unique within the confines of 
librarianship by any means.  However, I’ve met my fair share of people  
who think it is, and because of them I feel the need to be out at work.” 
       Survey #1 
 
 Critics of gay and lesbian workers who chose to be open about their sexual 
identities at work often ask what place one’s personal life has in the workplace.  They ask 
why sex, and furthermore sexual orientation, should be an issue at work.  The comment 
above from a librarian at an academic library at a major state university1 illustrates the 
feelings and frustrations many lesbian and bisexual librarians share regarding the 
management of their sexual identities at work.  The title of James V. Carmichael’s article 
“The last socially acceptable prejudice: gay and lesbian issues, social responsibilities and 
coverage of these topics in MLIS/MLS programs”, formalizes these frustrations and 
augments the justification for addressing gay and lesbian issues in the library.   The 
paradox then, for lesbian librarians, is this: to bring issues of sexual orientation to light in 
the workplace opens one up to severe scrutiny on both a personal and institutional level, 
possibly jeopardizing one’s job security or professional advancement.   
To remain silent on issues of sexual orientation is to perpetuate heterosexist 
assumptions in the workplace and to enable the status quo.  The notion that work should 
be an asexual environment and the inability of the general public to take the sex out of 
homosexual, means the act of coming out at work is perceived as being about sex rather 
than about honesty, integrity, equality and respect among coworkers.  Thirty years after 
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the birth of the gay liberation movement during the Stonewall Inn riots2, lesbians and 
bisexual librarians must reevaluate this paradox and the consequent priorities surrounding 
identity management in the workplace.  The question this paper strives to answer is How 
does being a librarian positively or negatively affect the identity management of lesbian 
and bisexual employees? 
My working hypothesis is that as librarians, lesbian and bisexual women may 
have higher success and satisfaction in the management of sexual identity in the 
workplace than women in other professions.  The hypothesis is based on consideration of 
the historical and social aspects of the library as a place of work, the intellectual ideals 
held as professional standards and the composition of people who choose careers as 
librarians.   
The management of identity is a day-to-day issue in the professional lives of gay, 
lesbian and bisexual workers and it is ongoing.  Successful identity management is not 
based exclusively on the luck of a particular situation, personal charm or other outside 
factors. Success, rather, is usually the result of a planned strategy (Friskopp and 
Silverstein 1995).  One author on the topic of identity management states, “gay lives and 
careers are characterized by a preoccupation with self disclosure and skill in the 
management of sexual identity (Woods 1993).  Such preoccupations lead to intricate 
cost/benefit analyses between a modicum of disclosure and a maximum of professional 
productivity and upward mobility.  Another author, whose scope of expertise is teaching 
personal development skills to gays and lesbians, emphasizes:  
…the exceptionality of lesbians and gay men, arguing that lesbians and gay men 
generally achieve a more differentiated developmental status, more variegated 
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personal relationships, and more complex community integration based on their 
historical need to transcend indifference, neglect, discrimination and violence 
(D’Augelli 1992).   
Whether lesbian and bisexual librarians possess additional strategies unique to their 
profession for managing sexual identity or attain high levels of success at doing so is my 
scope of query. 
The historical factors assumed in my hypothesis include the development of 
librarianship as a female dominated profession.  For better or for worse, Melville Dewey 
specifically and meticulously recruited women into the profession.  Irrespective of any 
ulterior motives on Dewey’s behalf, the fact is that librarianship provided an acceptable 
alternative to the other “women’s professions”, teaching and nursing, at a time when 
women were afforded little freedom to decide their own destinies.  Having a career as a 
librarian allowed women who did not wish to marry, for whatever reason, a socially 
acceptable excuse to remain unmarried.   
Such a convenient front must surely have provided comfort to lesbians who, 
because of social standards of the late nineteenth century, could not publicly disclose 
their personal lives.  Librarians of that era were also viewed as the keepers of knowledge 
and the promoters of social morality.  Such a prescriptive role allowed librarians to 
promote the ideas upon which the country was founded, namely the freedom to pursue 
life, liberty and happiness.  If information was the key to achieving such pursuits, then 
the concept of freedom of information was set to evolve as a major tenet of the 
profession.  The lines drawn between the prescriptive role of librarians and the freedom 
of information (a concept we cherish in our profession today) lead to social activism and 
 7
indeed, many librarians were involved in the earliest feminist and suffrage movements.  
Lesbians have played a key role in the various feminist movements (though their efforts 
were not always welcome)3, including efforts to disseminate information on women’s 
issues.  So the connections between the origins of librarianship, freedom of information, 
the feminist movement and lesbians come full circle and set the premise of this research. 
 During the second wave of the feminist movement, the American Library 
Association became the first professional organization to support a committee on gay and 
lesbian issues under it’s own auspices.  In 1970, Israel Fishman became the first 
coordinator of the then-named American Library Association4 Task Force on Gay 
Liberation.  Though many name changes were to follow, the current incarnation, the Gay, 
Lesbian, Bisexual and Transgender Round Table5 is alive and very active in promoting 
awareness and education both within the profession and the broader world of library 
patrons.6 
 Perhaps the most controversial event in the life of the GLBT Round Table was the 
publication of a photograph showing the group’s contingent marching in the San 
Francisco Gay Pride Parade on the cover of the July/August 1992 American Libraries.  
While the photograph was rather innocuous in and of itself, the deluge of letters to the 
editor was anything but restrained.  American Libraries published reactions to the cover 
photo for three months following.  The letters to the editor in opposition to the 
July/August cover expressed the belief that ALA, by virtue of the photograph published 
on the front cover of its professional journal, endorses or promotes a lifestyle or specific 
political, religious or social beliefs.7  The letters ignited a debate over the role of ALA 
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and librarians as promoters of social mores, a role that was both accepted and expected 
at the inception of ALA.   
 What most of the letters failed to recognize was that the publication of the cover 
photo was simply an acknowledgement of library patrons and ALA members who are 
active in an official ALA Round Table and who have equal rights to information access 
under the ALA’s Library Bill of Rights.8 When viewed in these terms, the photo served 
no different purpose than the photo of the Black Caucus of the ALA, which appeared on 
the November 1992 cover of American Libraries (and did not receive any mention in the 
following month’s letters to the editor).  The opinions, homophobia and hostility aired in 
the letters opposing the GLBTRT photo suggest a real and present need for the 
educational efforts of the GLBT Round Table within the profession and once again, 
Carmichael’s naming of the “last socially acceptable prejudice” is evoked within the 
confines of librarianship.9 
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II. Selected Literature Review 
 
The list of publications addressing gay and lesbian issues in the library is short, 
but crucial to the foundation of this research.10  For the purpose of strengthening this 
research, publications addressing sexual identity management in other professions have 
been included.  Such materials also provide a point of comparison by which an 
assessment of gay and lesbian issues in librarianship can be drawn.  The earliest 
monograph addressing LGBT11 library issues was Gay and lesbian library service, an 
anthology edited by Cal Gough and Ellen Greenblatt.  This landmark publication 
addressed many key functions of a library from collection development to cataloging to 
outreach, covered all types of libraries from public to school to academic and tackled hot 
topics such as AIDS and censorship, all from the perspective of gay and lesbian user 
needs.  While the lengthy appendices, resource lists and bibliographies date the material, 
much of the theory behind service to this special population holds fast.  Ellen Greenblatt 
currently maintains a website, Library Q (www.cudenver.edu/public/library/libq/), which 
provides up to date resources related to those in her book. 
The seminal work on the history of gay and lesbian contributions to librarianship 
is Carmichael’s Daring to find our names: the search for lesbigay history.  Drawing on 
the experiences and professional expertise of some of the most prominent voices on gay 
and lesbian library issues, such as Barbara Gittings, Israel Fishman, Polly Thistlethwaite, 
and Cal Gough, Carmichael has compiled the most complete view to date of the 
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contributions of gay and lesbian librarians to the profession.  Carmichael’s book 
focuses on the issues of methodology in researching gay and lesbian topics, the history of 
efforts by gay and lesbian librarians to organize and network for professional 
advancement, the emergence of LGBT library and archival collections and the personal 
accounts of three gay librarians’ efforts to balance their sexual and professional identities.  
It was the latter aforementioned focus and conversations with Carmichael that inspired 
and formalized the current paper.   
In his introduction to Daring to find our names, and subsequently in conversation 
with the author, Dr. Carmichael expressed his difficulty in culling personal essays from 
women librarians. 12  He has also expressed his desire to see future research on LGBT 
librarianship focused on women’s experiences.  The relative dearth of women’s voices on 
the issues of LGBT librarianship is also reflected in Norman G. Kester’s Liberating 
minds: the stories and professional lives of gay lesbian and bisexual librarians and their 
advocates.  In a profession overtly dominated by women, less than half of Kester’s 
contributors were women.  Further, among the letters to the editor opposing the 
July/August 1992 American Libraries cover, only one was authored by a woman.  When 
pressed for a possible explanation, Carmichael suggested that men might be more willing 
to relate their personal experiences as gay librarians because of a greater sense of job 
security or trust among straight coworkers.13  Evidence from other professions supports 
the notion that women and racial minorities are less likely to be open about their 
sexuality in the workplace (Friskopp and Silverstein 1995).  
Three theses addressing LGBT library issues have also been included in my 
research.  Directly related is Michele Besant’s Perceptions of difference: a grounded 
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theory study of white lesbian librarians.  This work addresses some workplace issues, 
in addition to tackling the broader problem of how lesbian librarians define and cross-
identify with the terms “lesbian” and “librarian.”  The other two theses are more focused 
on user perspectives and public services. Alisa J. Whitt’s The information needs of 
lesbians and bisexual women is the result of an original survey examining the 
information needs, perceptions of librarianship and patterns of library use of the identifies 
audience.  Alternately, Kimberly L. Clarke’s Collection development for a special 
population: gays, lesbians, and bisexuals provides a comprehensive analysis of the 
literature on public libraries’ efforts to serve the LGBT population through their 
collections.  
In addition to the above three monographs and three theses specific to gay 
experiences in librarianship, works covering secondary educators, university educators, 
business executives, journalists, and anthropologists have been gathered to provide the 
backbone of comparative literature on sexual identity management in the workplace.  
Karen Harbeck’s research on secondary education and gay employees is indispensable to 
compiling a picture of workplace identity management. Her two books are Coming out of 
the classroom closet: gay and lesbian students, teachers and curricula and Gay and 
lesbian educators: personal freedoms, public constraints. Harbeck’s work is of particular 
importance to my research because of the parallels between librarianship and secondary 
education.   
 Out in the field: reflections of lesbian and gay anthropologist, edited by 
Ellen Lewin and Willaim L. Leap, is a compilation of personal narratives on managing 
one’s sexual identity during both anthropological fieldwork and publishing.  By virtue of 
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its title, the work focuses almost exclusively on those who are comfortably out in their 
work.  Out in the field does make note of the interesting distinctions between fieldwork 
done by and/or about LGBT persons. Edward Alwood’s Straight news: gays, lesbians 
and the news media, is at once both a chronology of LGBT issues covered by the news 
media and an analysis of the status of LGBT journalists. 
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III. Methodology 
 
 Fortunately, with the significant efforts of the ALA GLBTRT and various gay and 
lesbian librarians to organize professionally and to provide national and local networks of 
allies, locating research participants for this study was not difficult.  I was primarily 
interested in conducting interviews and obtaining personal narratives to gain qualitative 
data, rather than requesting participants to suffer through a long survey of multiple-
choice questions simply to accrue large quantities of data.  Given the topic of research, a 
few responses of rich content were far more valuable than page after page of quantitative 
data.  Another goal of my methodology was to provide the maximum level of privacy to 
my research participants. Given the highly sensitive subject matter of the research and its 
relationship to participants’ lives and livelihoods, I considered the fact of participant 
confidentiality with the utmost seriousness.   
 These two goals, to obtain qualitative data and to protect participants’ privacy, led 
me to choose a short questionnaire to be distributed by email via a listserv as the vehicle 
of data collection.  The questionnaire included six open-ended questions requesting 
respondents to discuss their feelings, experiences and observations on sexual identity 
management in the workplace and several generic demographic questions. The number 
and type of questions satisfied the goal of obtaining qualitative data.  
 I chose the Lezbrian listserv14, an email discussion forum for lesbian and bisexual 
librarians, to distribute the questionnaire by email.  The recipients of the email were all 
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subscribers to this listserv and presumably fit the description of lesbian or bisexual 
librarian.  Recipients of the email had willingly chosen to self identify in accordance with 
the listserv purpose and no subscribers were targeted individually, as it was important to 
protect my informants and their identities.  Participants’ consent to participate in my 
research was considered implicit upon return of the completed questionnaire.  Incentive 
to participate was based solely on the goodwill of the respondents.  An email introducing 
myself and my research was sent to the Lezbrian listserv on March 20, 2001, with 
instructions for completion and survey questions attached in a text document. 15  Both the 
introductory email and the survey instructions outlined the methods by which 
respondents’ privacy would be maintained in an effort to compel the weary to respond 
and to encourage forthrightness in responses.   
The inherent problem with the methodology is that it is nearly impossible to 
achieve a random sampling when a primary research goal is to maintain respondents' 
privacy.  In order to target appropriate research participants, the use of listservs is ideal. 
However, using an identity specific listserv limits the sample to a population who, by 
virtue of their subscription to the listserv, are to a greater extent actively managing that 
identity.  Thus the sample will be somewhat biased towards individuals who are openly 
managing their sexual identities in the workplace and against those who are managing 
their identities towards a more restricted end. 
Responses to my questionnaire began arriving within hours of my initial request 
on the Lezbrian listserv.  At the time I issued the questionnaire, the listserv had 
approximately 250 subscribers.  I received eleven completed questionnaires.  While the 
response rate may be low, the overall quality of the responses was very high and 
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precisely in line with my expectations for a collection of qualitative data.  The majority 
of participants expressed their eagerness to participate and to view the completed 
research.  Many offered to answer additional questions or to be contacted personally to 
augment my research.  Such overwhelming and positive response to my research topic 
and the survey tool has greatly amplified my perceived need for such research. 
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IV. Findings and Discussion 
 
 The eleven respondents had, by and large, had positive experiences managing 
their sexual identities in the workplace.  The similarities among their answers were far 
more striking than any discrepancies that emerged.  Such similar experiences bolster the 
coherence of the findings and conclusions in regards to the working hypothesis.  The 
demographic information appeared at the beginning of the questionnaire.   
 
Age 
 
AGE OF 
RESPONDENTS 
 
21-30 
 
31-40 
 
41-50 
 
51-60 
 
60+ 
 
NUMBER OF 
RESPONDENTS 
 
4 
 
5 
 
1 
 
0 
 
0 
 
 
Respondents were asked to indicate their age by marking one of five categories: 
21-30, 31-40, 41-50, 51-60 or 60+.   The respondents were heavily grouped between the 
21-30 (four respondents) and 31-40 (five respondents) age ranges.  Only one respondent 
marked the 41-50 age group.  One respondent did not indicate her age.  The relative 
youth of the respondent group may be reflective of generational shifts in comfort levels 
of discussing sexual orientation.  Women over age 40 may have come out as lesbians pre-
Stonewall or just at the beginning of the gay liberation movement, a time when 
discussing sexual orientation entailed much more fear of repercussion than that with 
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which younger women are familiar.  Another factor in the low response rate of women 
over 40 may be perceptions or prejudices about the researcher.  Older women may be 
unwilling or uninterested to participate in research conducted by someone they assume to 
be much younger than themselves (a graduate student).  In Perceptions of difference, 
Besant indicated that when recruiting research participants, her age (40 at that time) may 
have positively influenced some women’s decisions to participate: “Being middle aged 
seemed to reassure people that I was ‘not some kid’…” Additionally, Besant’s 
participants were on average ten years older than the respondents to my research with ten 
respondents between 31-40 years of age, twelve respondents 41-50 years of age, four 
respondents 50+ years of age and no respondents under 30 years old. 
 
Type of work setting  
 
TYPE OF WORK 
SETTING 
 
 
Public Library 
 
Academic 
Library 
 
MLS Student/  
Graduate Assistant 
 
 
School, Special 
or Corporate 
Library 
 
NUMBER OF 
RESPONDENTS 
 
 
4 
 
6 
 
1 
 
0 
 
 Respondents were asked to indicate their place of work.  This question was 
intentionally unrestricted so that respondents would feel free to describe their place of 
work in their own words and with as much detail as they saw fit.  Ten of the eleven 
respondents specifically named the library in which they work, from which the type of 
library can be derived.  Such detail of response seems to indicate a high level of comfort 
with disclosing identifying information.  Only one respondent provided just the type of 
 18
library in which she worked, rather than naming it specifically.  Four participants work 
at a public library, five work in an academic library, one is a Master’s student working as 
a graduate assistant and one individual allowed as though she currently works out of her 
home as an independent library consultant, she decided to base her answers on her 
previous work experience in an academic library.  This respondent was tallied under 
“Academic” in the table because her responses primarily reflect her experiences working 
in an academic library.  Several respondents discussed experiences previous and in 
addition to their current work setting, but those respondents were tallied under the work 
setting they indicated was most current.  None of the respondents work for a school, 
special or corporate library or an archive, possibly suggesting that these work 
environments are less conducive to sexual identity disclosure.  Two pairs of respondents 
actually work for the same library, though none of them indicated specific awareness of 
this coworker in their responses. 
 
Number of years working as a librarian    
 
YEARS AS A 
LIBRARIAN 
 
 
0* 
 
 
1-4 
 
 
5-9 
 
 
10-14 
 
 
15+ 
 
 
NUMBER OF 
RESPONDENTS 
 
 
2 
 
 
2 
 
 
4 
 
 
2 
 
 
1 
*Respondents in this category either did not hold an M.L.S or were currently working 
towards an M.L.S. 
 
 
 Respondents were asked to indicate the number of years they have been working 
as a librarian, presumably the number of years since graduating from library school.  This 
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question was included for the purpose of gauging how established the respondents were 
in their careers and their identities as librarians.  One might draw the conclusion that 
women more established in their careers may have a higher degree of success in 
managing their sexual identities as a result of the amount of time they have had to 
establish support networks and develop trusting relationships with coworkers.  As 
mentioned above, one respondent is currently in library school.  One respondent 
identified herself as a Library Assistant III, and presumably does not have an M.L.S.  
One respondent identified her work history as a librarian as “off and on” over a period of 
15 years.  Respondents’ work experience appears evenly spread over the categories with 
a slight bulge in the 5-9 year category. 
 
Number of people working in the same library as yourself 
 
NUMBER OF 
COWORKERS 
 
 
0-50 
 
51-100 
 
101-150 
 
150+ 
 
NUMBER OF 
RESPONDENTS 
 
 
4 
 
1 
 
1 
 
5 
  
The respondents were asked to indicate the number of people working in the same 
library as themselves.  With hindsight, I realize this question was left too open to 
interpretation.  Some respondents indicated only the number of librarians within their 
department or immediate working group, others included every employee from 
professional and para-professional to clerical and janitorial.  Thus the data for this 
question serves a nebulous purpose.  The intent of the question was to determine whether 
the size of one’s work environment (indicated by the number of people in it) influenced 
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one’s efforts at identity management.  While nearly half of the sample appears to work 
in libraries of considerable size, the structure of the question, or lack thereof, prevents 
any real conclusions on the point of successful identity management. 
 
General Job Description 
Respondents were asked “In a few words, what is your general job description?”  
Again, the open-ended structure of the question was intended to solicit the maximum 
level of expression from the participants.  Interestingly, no two respondents hold exactly 
corresponding positions.  The jobs listed were: special collections cataloger, youth 
outreach services, head of collections, library assistant III, diversity trainer, information 
systems developer, director of libraries, information systems manager, graduate assistant, 
social sciences reference librarian, reference/bibliographic instruction librarian.  The 
listed job descriptions appear representative of upper administrative positions (2), 
managerial positions (3) and entry to mid-level positions (7).  Respondents also indicated 
an even spread of close-knit working groups and more independent work situations. 
 Race and geographic location were not among the demographic inquiries 
(although geography could have been determined given the ten of eleven respondents 
who specifically named their place of work).  Specific sexual orientation was also not 
asked because respondents were presumed to identify as lesbian or bisexual based on 
their subscription to the Lezbrian listserv.  Despite this lack of formal prompting, five 
respondents self-identified as lesbian, five self-identified as bisexual (three of them as 
bisexual with a male partner) and one self-identified as queer16.  This unexpected morsel 
of information may prove helpful in determining whether the experiences of bisexual 
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respondents, especially those with male partners, show significant departure from the 
experiences of their lesbian counterparts in managing sexual identity in the workplace.  
The discourse of lesbian politics is quick to call attention to the benefits of “heterosexual 
privilege”, presumed to be reaped by bisexual women.   
 
Discussion Questions 
 The six discussion questions on the survey were intended to determine the degree 
to which respondents were open about their sexual identity in the workplace, how that 
level of openness has affected work relationships and processes and whether respondents 
have become activists in the workplace as a result of their sexual identities. 
The literature on identity management indicates that when assessing identity 
management strategies of lesbians and bisexual women in any profession, a spectrum of 
openness emerges.   At one end, an individual is completely closed or “closeted” about 
one’s sexual identity.  Such individuals have not discussed their sexual orientation with 
anyone in the workplace, including subordinates, coworkers and managers.  At the 
opposite end of the spectrum, an individual is completely open or “out” to all their 
subordinates, coworkers and managers.  Previous studies involving the workplace sexual 
identity management strategies of gays and lesbians have shown that most employees fall 
somewhere in the middle between totally out and totally closeted (Friskopp and 
Silverstein, 1995).  Most individuals are out to at least one person at work or one level of 
coworker (eg: out to people at the same job level as themselves, but not to supervisors).  
Others choose to be out only to other gay coworkers or only to those of the same 
generation as themselves. 
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 The comfort with which an individual decides to be out at work is influenced by 
factors also found throughout the literature on identity management:  
• institutional policies which safeguard against discrimination based on sexual 
orientation,  
• provisions for domestic partners in company benefits packages,  
• institutional history of a specific profession or organization,  
• expressed tolerance or inclusion of gays and lesbians in the management of an 
organization,  
• presence of an institutional support group for gay and lesbian employees,  
• atmosphere of tolerance in a specific geographic area,  
• specific expressed tolerance of individual heterosexual coworkers,  
• support of one’s family and/or domestic partner (Friskopp and Silverstein 1995, 
Woods 1993, Harbeck 1992, Ellis and Riggle 1996). 
All of these factors, many of them subtle, can influence a person to hide or disclose 
sexual orientation in the workplace. 
 The choice to remain closeted in the workplace manifests in a variety of identity 
management strategies.  Such strategies have been researched and extensively 
documented by Karen Harbeck in her work with gay and lesbian educators.  The three 
primary identity management strategies employed by closeted workers are: 
• passing as heterosexual 
• self-distancing from others 
• self-distancing from issues of homosexuality (Harbeck 1992). 
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These three basic strategies often involve lying about one’s personal life, changing 
pronouns when referring to one’s significant other to match the expectations of the 
audience, avoiding the issue of one’s personal life or actively changing the subject when 
conversation turns to one’s personal life.  Additionally, closeted individuals often avoid 
social activities with coworkers outside of work, opt not to eat lunch with coworkers and 
chose not to travel or room with coworkers on business trips.  Such closeted individuals 
lead a “bifurcated existence”, often expending significant energy hiding their sexual 
orientation from others, resulting in lower overall productivity, lower job satisfaction and 
diminished self-esteem (Harbeck 1992). 
The first of the six discussion questions asked respondents to "describe the degree 
to which you are "out" at work, as it is related to your coworkers, managers, subordinates 
and patrons."  As predicted, none of the respondents were completely closeted.  None 
described the above listed behaviors of closeted identity as part of their identity 
management repertoire.  One respondent indicated that she had only been in her current 
job for two months and was not yet comfortable coming out to all her coworkers, but that 
she intended to do so as she became more familiar with the institutional culture at her 
library.  She said that she had explicitly come out to one coworker and her boss and that 
her membership in the ALA GLBTRT appears on her resume, but that “it’s difficult to 
come out as queer all the time.”   
Four respondents indicated that they fell somewhere in the middle of the 
spectrum.  Patterns among these respondents included: 
• being out to their immediate work groups or committees and their immediate 
supervisors, but not to the entire staff 
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• the intention to be more out in the near future 
• being open to a specific category of coworkers. 
  One respondent said she is “more open with those who are more liberal or closer to my 
age.”  Another respondent said that she was out to all the lesbian women in her office.  
Two respondents indicated the inevitability of being more out pending publication of one 
respondent’s gay themed novel and another respondent’s upcoming role on a committee 
to organize a gay and lesbian history celebration in the library. 
Six respondents indicated that they were out to all coworkers with comments such 
as:   
I am completely out at work.  Anyone who knows me at all knows that I am a 
lesbian. 
       
 
(I am) completely and comfortably out to co-workers, managers and 
subordinates. 
 
I am totally out to my co-workers, from the director to pages. 
 
I have been out since I interviewed for the program – the director of student 
services, the dean, the faculty and my fellow students are all aware of my 
sexuality. 
 
Several respondents also mentioned displaying gay symbols that might play a part in their 
coworker’s understanding of their sexuality.  These included wearing a labrys pendant 
necklace, displaying a pink triangle pin on a backpack, posting a pink triangle “safe 
zone” sticker on her office door and having a license plate that reads “BI GRRL”.  In the 
case of the license plate, the respondent joked that coworkers sometimes misunderstand 
the message to regard enthusiasm for bibliographic instruction instead of bisexuality.  
The respondent group as a whole was very aware of the degree to which they were out.  
In every case, respondents named specific individuals or categories of individuals to 
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whom they were out and to whom they were not out.  This indicates that these 
librarians are actively managing their identities to the point of keeping mental tallies of 
“who knows and who doesn’t know” and consciously categorize their coworkers into 
groups of “who should know and who shouldn’t know.” 
 The second discussion question asked respondents: “How has your choice to 
come out or keep your sexuality private affected (either negatively or positively) the 
atmosphere at work or your individual relationships at work.”  The responses were both 
insightful and delved deeper into identity management issues than the question required: 
Definitely positively.  It’s just easier for me to function in an environment where I 
don’t have to hide things about myself. 
 
Being out has strengthened my relationships with fellow LGBT folks and allies.  It 
has no effect that I’m aware of on my other individual relationships at work. My 
belief is that the people for whom my sexuality is an issue are either educable-in 
which case I will just keep being myself and wait for that to be enough to 
demonstrate my humanity-or they're not educable-in which case, I will just keep 
being myself and ignore their opinions about me as not worth my energy. This is 
harder when the person involved has power in the organization, and sometimes I 
feel very discouraged. On the whole, though, I wouldn't change my approach. It's 
worth the cost to feel like a complete person during all the hours I spend at work. 
 
When I was first considered for promotion to director, a couple of librarians who 
had been here longer than I did make my orientation an issue off the record. 
When I pressed back, they dropped the issue.  I spent a lot of time in HR with one 
woman who, while she insisted for the record that my orientation was irrelevant, 
clung to the belief that despite being highly qualified I was not right for the job.  
She “lost” and she now reports to me. Overall, I have been surprised by the 
number of people who haven’t had a problem rather than those who have. 
I’ve found that my matter of fact approach of “this is who I am” and not acting 
like it’s some big secret or revelation that I’m lesbian means that people I come 
out to have to act like it’s normal and no big deal too… 
 
As far as I know there have been no negative reactions to the fact that I’m queer.  
I believe that my own comfort with my sexuality is reflected in the attitudes of my 
coworkers… 
 
I know that there are staff members who don't agree with my 'lifestyle' but they 
aren't overtly hostile. In fact everyone treats me just fine. 
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I think it has positively affected most people I come into contact with – making 
them think of issues that they haven’t had to deal with before, bringing the reality 
of the GLBT population into their lives. 
 
 The literature of sexuality identity management echoes these responses on several 
points:  that respondents feel their work life is easier when they are open about their 
private lives, that conveying self confidence about one’s sexual orientation lends itself to 
positive or non-reactions from coworkers and that respondents feel their efforts to be 
honest about their sexuality has educated others about minority issues and opened those 
individuals’ minds (Friskopp and Silverstein 1995,Woods 1993, Harbeck 1992).  In my 
interview with Ellen Greenblatt for this research, she reiterated the respondents’ 
confidence when she said that she prefers to live without shame, without excuses for who 
she is and therefore without cause for ridicule. She also observed that tentativeness about 
one’s identity prevents others from respecting one professionally or taking one 
seriously.17  Friskopp and Silverstein go so far as to say “those who try to be closeted 
suffer the most disadvantages, while those who are completely open report little or no 
career difficulties and much personal happiness as a result (1995).” 
 The third discussion question asked respondent to “discuss whether your degree 
of openness about you sexual identity in any way affects regular work processes: 
interviews, hiring, meetings, committees, or professional service.”  Many respondents 
indicated that their degree of openness has inadvertently marked them as the “expert” on 
LGBT issues in their workplace.  The graduate student remarked “sometimes I feel like 
the gay poster child” and “people know to come to me with questions about the GLBT 
population”.  Greenblatt mentioned that since she has published on LGBT library issues, 
the notoriety has made her a target for librarians who need to tell their coming out stories 
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to someone.  Similarly, her reputation as “the gay librarian” probably repels more 
closeted individuals who prefer to steer clear of any guilt by association.  Other survey 
respondents indicated that in the absence of evidence to the contrary, being out has had 
no impact on their interviews, hiring or on the job performance.  One respondent even 
stated that “at the national level, my sexuality has been largely irrelevant to my being 
appointed to committees, etc…If anything, it has helped me a couple of times.   Two 
respondents mentioned that their resumes contain LGBT related items and that fact does 
not appear to have had a negative effect on their ability to land interviews or job offers.      
 The fourth discussion question advanced the previous question by asking 
respondents to discuss any way in which your sexual identity may affect your sense of 
job security, professional advancement or career choice.”  Again, the majority of 
respondents indicated that their sexual identity, to their knowledge, has had no effect on 
their sense of job security, professional advancement or career choice.  Several 
respondents specifically noted that their choice to become a librarian had nothing to do 
with their sexual identities. As one respondent said “I was a librarian long before I was a 
lesbian.”  Besant reached similar conclusions as she said none of her participants chose to 
become librarians because it is a female-dominated field (1999). 
Despite this apparent overarching sense of professional security, three 
respondents made specific mention of previous work environments in which they felt 
open or implied hostility towards gay people and in one case, this hostility influenced the 
respondent’s decision to leave the position.  On the other end of this spectrum, comments 
that respondents “felt lucky” not to have encountered homophobic work environments 
were equally prolific.  One respondent went so far as to speculate: “I think this library 
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actually likes having queers on staff, as I’m not the only one.”  At least two other 
respondents echoed that their library had many gay or lesbian employees on staff and that 
the prevailing atmosphere was very queer-friendly.  Veiled job security concerns seemed 
to be manifested in reference to domestic partner benefits or lack thereof and institutional 
non-discrimination policies or lack thereof.  Concerns about professional advancement 
manifested in an unexpected pattern: instead of discussing past opportunities lost due to 
sexual identity, respondents indicated the types of jobs they either did not strive to obtain 
or predicted they would not get due to sexual orientation.  These comments included:  
 I don’t want to work someplace where my being a lesbian will be an issue. 
 
I’ve generally worked in organizations with liberal domestic partner benefits, so 
I’ve clearly chosen my environments carefully and have been very fortunate. 
 
I’m 30 years old, bear two tattoos and am not quite sure where else on earth I 
might enjoy the freedom I have now to be out and (be) me in the workplace.  That 
above all else may well keep me from seeking other positions in other places. 
 
I wouldn’t want to work for an openly gay boss, and wouldn’t knowingly take a 
position that would put me in that situation.  That means there are jobs that I will 
never apply for, even though I think I could do them well…I doubt that anyone 
who is out could be appointed Dean at my institution, but fortunately, so far, 
that’s not a job I’m interested in. 
 
Greenblatt’s personal experience reflects similar sentiments; she states that she had no 
difficulty earning tenure at her institution, nor did she have difficulty moving across the 
country to take a new position.  She says she has always looked for opportunities where 
diversity is promoted and that if given the choice between a top position in an intolerant 
environment or a lesser position in an accepting environment, staying true to herself and 
her partner would always take precedence over the desire to make more money.   
 The fifth discussion question asked respondents to “describe if you can, your 
feelings of trust and/or privacy regarding your sexual identity as it relates to the 
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profession of librarianship and to your specific work environment.”  My hope was that 
in this response, participants would touch on some of the aspects of historical context and 
professional idealism that I referred to in my hypothesis.  My expectations were met with 
the following answers: 
I think libraries are great places to work if you are queer.  There is a lot of 
support for diversity within the ALA and other library groups. 
 
I feel extremely fortunate to work in a profession that is, for the most part, 
accepting of my queerness.  I appreciate the professional values that permeate 
our profession – freedom of expression, intellectual freedom, etc…and believe 
that this informs a significant level of acceptance. 
 
Even though there are certainly some extremely conservative librarians out there, 
I think overall, librarianship is a good profession to be queer in.  It attracts a lot 
of open-minded, intellectually curious types, and not judging people based on 
what (or whom) they are interested in is part of our professional training. 
          
 
Only one respondent stated feelings of professional loneliness and isolation as the only 
lesbian in her immediate work environment.  Her consolation however was that at the 
national level, queer librarians are very well organized and connected, a fact which she 
said, helps alleviate her sense of professional isolation.    
 While this question was focused on the LGBT worker’s feelings of trust in 
relation to her work environment, it is important to consider also the trustworthiness of 
LGBT employees.  Ellis and Riggle are quick to point out that negative concerns about 
the trustworthiness of LGBT workers is akin to antiquated attitudes about hiring Irish, 
Italian or African-American employees (1996).  Such inappropriate stereotypes can 
disrupt worker/employer or coworker relationships but in reality, LGBT workers’ 
understanding of trust issues, privacy and confidentiality make them prime candidates for 
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earning their employer’s trust and capable of handling sensitive or limited access 
knowledge (Ellis and Riggle 1996).  
The sixth and final discussion question asks respondents to “describe, if any, the 
ways in which you have acted in the role of LGBT activist while at work.  This can 
include but is not limited to addressing management on issues of institutional policy, 
negative comments or stereotyping by coworkers or patrons, employment discrimination, 
etc…  Was there any response to your actions and what was the outcome of your 
actions?”  First and foremost, respondents indicated that they considered simply being 
out as a form of activism.  At least three respondents agreed with this idea.  Coupled with 
the opening quote in this research, participants seem to feel that their courage to be out in 
the workplace helps to educate those who may be ignorant to LGBT issues and that 
person-to-person education is a crucial form of activism. 
Respondents listed various other ways in which they felt they were activists in the 
workplace: 
 I’ve asked for petition signers for gay related events, sold raffle tickets, etc… 
 
I feel as a lesbian, I should try to be extra helpful to students looking for 
information on sexual orientation, because I know how hard it was to look for 
information about being gay while I was coming out and how I didn’t dare ask for 
help from a librarian. 
 
I’ve contributed to GLB booklists and offered suggestions or ordered LGBT 
interest books/materials… 
 
I’m involved in many interviews, and usually bring my rainbow mug as a signal to 
potentially gay interviewees that there are gay people in the department. 
 
I am a diversity trainer for our county and have had many opportunities in that 
role to address LGBT issues.  I participated in the county’s effort to establish 
domestic partnership benefits by writing letters of support and speaking 
informally with people. 
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I try to get involved in work-related stuff that could help the LGBT community, 
especially youth.  For instance, I was part of a committee that made up a booklist 
for queer youth. 
 
…an effort to get recognition of gay and lesbian history in the same way the 
library recognizes women’s history or Black history month. 
 
As a member of an advisory group representing the needs of staff I pursued this 
issue (domestic partner benefits) unsuccessfully with the college administration. 
 
I speak out when I hear negative comments or stereotyping .  Most people are 
surprised to hear how they have been heard and are willing to restate or modify 
what they are saying…. I have spoken out on the need for equitable partner 
benefits for LGBT employees. 
 
I’ve talked to several individuals about insensitive comments; they haven’t 
realized they were being offensive and changed their behavior. My research has 
been drawing much praise from faculty and fellow students as something that 
needs to be done and that they’re happy to support. 
 
Only one respondent felt that she had not been an activist in any way nor had she 
witnessed any workplace discrimination to date.  This respondent seemed to be the least 
out among the sample, a fact which is noted because it corresponds to the other 
participants’ feeling that being out makes one a de facto activist.    
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V. Conclusion 
 Patterns and parallels abound in the respondents’ evaluations of their identity 
management issues.  Perhaps most important, is the discovery that the respondents’ 
evaluations coincide with the premise of the working hypothesis of this research:  Sexual 
identity management, while never a simple feat, is made easier by the historical context, 
professional ideals and individual attitudes of librarianship and librarians.   The 
responses clearly indicate that not all is perfect in library land when it comes to coming 
out and playing the activist’s role, but there seems to be much optimism in the potential 
to open closed minds. 
 The respondents were professionally diverse, if not personally diverse; they 
ranged in professional experience from a student earning her M.L.S. to a library director 
and several department heads.  They fell across a wide spectrum of openness about their 
identities from being out to all coworkers to being out to a select few.  They ranged in 
age groups from 21 to 50.  They worked in public and academic libraries, large and 
small. 
 With exception of a few isolated incidents, most respondents are successful in 
managing their identities as out lesbians and bisexuals in a library work environment.  By 
and large the respondents’ conveyed that they are happy with the way their personal lives 
fit into their professional image and relationships with coworkers.  The respondents are 
acutely aware of LGBT workplace issues and actively strive to improve their 
employment status through efforts to secure institutional non-discrimination policies and 
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domestic partner benefits.  As librarians, they also look outside their own status as 
employees, to the information needs of their LGBT patrons.  While none of the 
respondents chose to become librarians because of their sexual identity, nearly all of them 
understand and consciously reap the benefits of working in a liberal, female-dominated 
profession.  Many respondents indicated participation in LGBT library organizations at 
the state and national level and that they strongly valued the opportunity to network with 
other LGBT librarians.     
 Comparing the experiences of these librarians to the experiences of lesbians and 
bisexuals in other research, in other professions, may be an imperfect method of 
determining ease of identity management, but until inter-professional research is 
conducted to that end, it may be the only option we have.  Comparisons aside, librarians 
have a strong foundation of liberalism and inherent professional desire to improve the 
mind, both of which enable the successful management of sexual identity in the 
workplace. 
 Further considerations and related research could manifest in several veins.  For 
instance, does comfort in managing sexual identity among practicing librarians have 
implications for patron comfort levels?  Are patrons able to insinuate either an accepting 
or hostile library environment based on the identity management strategies of lesbian 
librarians?  Of my respondents who have regular patron contact, none indicated that they 
were not out to their patrons.  How then can identity management be construed as 
activism if patrons do not associate the library as a place where out librarians work?  
Augmenting this quandary is Whitt’s conclusion that by and large, lesbian patrons bypass 
the librarian when searching for gay related information and generally perceive the 
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library collections and atmosphere to be insufficient and unsympathetic to their 
information needs (1990).  What are the implications of successful identity management 
by practicing librarians if such success is only focused internally and goes undetected by 
the very audience our profession strives to serve? 
 Are librarians any better at infusing successful identity management into 
collection development efforts and other less direct forms of patron contact?  My 
respondents indicated that they were successful in influencing their library acquisitions to 
reflect the LGBT community’s information needs and occasionally succeeded in 
providing outreach or programming targeted towards the LGBT audience.  But these are 
the successes of out librarians, working in libraries that have demonstrated some level of 
tolerance of LGBT employees and acceptance of the greater LGBT population within 
their patron base.  Library Journal published a survey of 250 public and academic 
libraries, fourteen percent of which held no titles with LGBT themes or characters 
(Bryant 1995).  Furthering LJ’s depressing statistics, fifty percent of their respondents 
held no more than thirty titles.  At the time of that survey, approximately one thousand 
new LGBT titles were published annually and the numbers have no doubt risen since. 
 The final synthesis of these various introspective and extroverted paths of inquiry 
is found in more pecuniary challenges.  Productivity, policy, litigation, asset management 
and resource allocation: all of these terms are imperative to the successful management of 
any organization.  So how does it all relate to sexual identity management? Harvard 
MBA’s Friskopp and Silverstein summarize:  
Companies are also realizing there are costs associated with an environment that 
requires gay employees to remain closeted.  If the brilliant and vibrant light inside 
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a closeted individual is allowed to emerge, the productivity of that employee is 
significantly enhanced. And if that light is welcomed, that person can truly 
flourish and the rewards to the company will be exponential…Companies that 
refuse to change will suffer bad press as a result of lawsuits and loose revenue 
while still being forced to change. After all, profit is the name of the game in 
business, not morality or politics (1995). 
Ellis and Riggle corroborate that companies lacking tools to address LGBT issues send a 
message that LGBT employees should hide.  The energy these employees devote to 
hiding their true identity results in decreased productivity on the job (1996). 
While libraries are not usually for-profit organizations, they are still subject to 
litigation resultant from unclear or poorly enforced non-discrimination policies.  Libraries 
must also compete for the most desirable applicants, workers who will shop wisely for 
domestic partner benefits packages and evidence of institutional acceptance of LGBT 
employees.  The last few years have seen dramatic increases in the number of cities, 
states and companies that offer such policies and benefits, and access to information 
about these issues is becoming more visible (Ellis and Riggle 1996).18  In addition to 
courting LGBT employees, libraries must consider the potential revenue to be gained 
from targeting the information needs of the LGBT community at large.  The power of the 
“Lavender dollar” is growing and libraries cannot afford to underestimate the generosity 
of LGBT donors.19  Both the San Francisco Public Library and the Philadelphia Public 
Library have reaped the benefits of such contributions and now offer named collections 
in honor of prominent gay and lesbian citizens (James C. Hormel and Barbara Gittings, 
respectively). 
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Further research into these topics will continue to ease the identity management 
struggles of all LGBT workers, including librarians.  Yet librarians are in a unique 
position to initiate such change, not only because we are the proverbial gatekeepers of the 
world’s knowledge, but also because we are leaders in professional advocacy for LGBT 
workers.  The ALA has a longstanding history of both professional networks for LGBT 
librarians and of championing the cause of intellectual freedom for all.  As lesbian and 
bisexual librarians, we can be proud of the liberties our profession offers to LGBT 
workers and be fortified to continue our success in sexual identity management.  
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VI.  Notes 
 
1
 In order to maintain the confidentiality of my research participants, no proper name identifiers have 
been used when describing or quoting their responses.  More information about the survey methodology 
and efforts to protect participants’ privacy appears in chapter II. 
2
 The Stonewall Inn Riots are considered the inception of the gay liberation movement.  During a 
routine crackdown on gay bars in New York City, police were startled to encounter resistance and rioting 
from bar patrons at the Stonewall Inn.  The gut reaction resistance served to expose the injustice and 
discrimination inherent to such police raids.  The three days of rioting began on June 27, 1969, the month 
that has since become known as “Pride”, an annual celebration of the gay liberation movement. 
3
 For more information on the contributions of lesbians to the feminist movement, see Karla Jay, Tales 
of the lavender menace: a memoir of liberation (New York: Basic Books, 1999). 
4
 Herein referred to as the ALA.  
5
 Herein referred to as the GLBTRT.  
6
 For a detailed account of the name changes and early development of the GLBTRT, see Barbara 
Gittings, “Gays in library land: The Gay and Lesbian Task Force of the American Library Association: The 
first sixteen years” and Cal Gough, “The Gay, Lesbian, Bisexual Task Force of the American Library 
Association: a chronology of activities, 1970-1995” in Daring to find our names: the search for lesbigay 
history, ed. James V. Carmichael (Westport, CT: Greenwood Press, 1998). 
7
 Examples of letters to the editor in opposition to the July/August 1992 American Libraries cover 
include: Edward J. Rasimus, “A call for constraint,” American Libraries September 1992: 625; John M. 
Witt, “Editorial discretion advised,” American Libraries September 1992: 625; William Brace, Jeremy 
Sayles “More on gay cover-age,” American Libraries October 1992: 738; Richard A Leiter, David 
Dembeck, Reve Rocke, Allen S. Gaetjens “ALA’s liberal agenda,” American Libraries October 1992: 738-
40; Walter W. Mitchell, Rob Hartwell, Stanley E. Gornish, Denise Klein, “…and con,” American Libraries 
November 1992: 843-4.   
8
 American Library Association, “Library bill of rights,” (http://www.ala.org). 
9
 “…homophobia, which is defined as the irrational fear and/or intolerance of homosexuality.  
Homophobia is a relatively new concept.  Acknowledging its existence marks a shift from defining 
homosexual behavior as deviant to defining prejudicial attitudes towards homosexuals as deviant.” From 
Sherry E. Woods and Karen M. Harbeck, “Living in two worlds: the identity management strategies used 
by lesbian physical educators” in Coming out of the classroom closet: gay and lesbian students teachers 
and curricula, ed. Karen M. Harbeck (New York: The Haworth Press, 1992). 
10
 For more extensive coverage of the literature see Steven Joyce, “Lesbian, gay and bisexual library 
service: a review of the literature,” Public Libraries, Sept./Oct. 2000: 270.    
11
 Lesbian, Gay, Bisexual and Transgender; herein referred to as LGBT.  
12
 James V. Carmichael, interview with the author, October 21, 2000. 
13
 In reference to Carmichael’s suggestion that gay male librarians may feel a heightened sense of job 
security, see Christine Williams, “The glass escalator: hidden advantages for men in the ‘female’ 
professions,” Social Problems 39/3: 253. 
14
 The Lezbrian listserv is administrated by Ellen Greenblatt, co-author of Gay and Lesbian Library 
Service (Jefferson, NC: McFarland, 1990) and author of Library Q, the library worker’s guide to gay, 
lesbian, bisexual and transgender resources (http://library.auraria.edu/libq/).  The Lezbrian listserv is 
maintained at LEZBRIAN@LISTERV.ACSU.BUFFALO.EDU. 
15
 See Appendix I. for content of the introductory email, instructions for survey completion and the 
research questionnaire.   
16
 “Queer” is often used to refer to and encompass any person who identifies as gay, lesbian, bisexual 
or transgender.  
17
 Ellen Greenblatt, interview with the author, March 5, 2001.  
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18
 For more information about which cities, states and companies offer sexual orientation non-
discrimination policies and domestic partner benefits, see the National Gay and Lesbian Task Force website 
(http://www.ngltf.org). 
19
 For a more detailed exposition on the virtues of the “Lavender dollar”, see Per Larson, Gay money: 
your personal guide to same-sex strategies for financial security, strength and success (New York: Dell 
Publishing, 1997).  
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VII.  Appendix 
 
Dear Listserv Member:  
 
I am a Master’s Student of Library Science at the University of North Carolina at Chapel 
Hill. I am writing my Master’s Paper on lesbian/bisexual librarians’ management of 
sexual identity, a topic which, you are surely aware, has received little academic attention 
in the past. I am hoping to help rectify this state of affairs by contributing new research to 
the existing studies.  
 
Your participation is requested in a short survey, which is designed to maintain your 
personal confidentiality and professional privacy. The survey has been attached as a 
Microsoft Word document and may be returned via email to schel@ils.unc.edu or 
printed, completed and mailed via U.S. mail to: Lindsey Schell, 5114 Gable Ridge Dr., 
Durham, NC, 27713. Please be sure not to reply to the original email so that your answers 
will not be sent back to the listserv. Should you choose to email your responses, the text 
of your response will be given a number and separated from all headers and footers of 
your email. The headers and footers will be discarded and no identifying information 
about the origin of the response will be retained. Instructions for completing the survey 
appear at the top of the attached document. Consent to participate in this research is 
considered implicit upon return of survey materials. Explicit information about the 
collection and use of survey data is outlined in the survey instructions.  
 
You may contact the UNC-CH Academic Affairs Institutional Review Board at the 
following addresses or telephone number at any time during this study if you have 
questions or concerns about your rights as a research participant. Academic Affairs 
Institutional Review Board Barbara Davis Goldman, Ph.D., Chair CB# 4100, 201 Bynum 
Hall The University of North Carolina at Chapel Hill Chapel Hill, North Carolina 27599-
4100 (919) 962-7761 email: aa-irb@unc.edu.  
 
Regardless of your choice to participate in this research, bibliographic information about 
the final publication of this Master’s Paper will be sent to this listserv so that you may 
request the final publication through interlibrary loan. Thank you for your participation in 
research intended to promote the successful identity management of librarians in the 
workplace and to address the minimal coverage of this topic in the academic repertoire.  
 
Sincerely,  
 
 
Lindsey E. Schell  
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Instructions for Research Participation in Master’s Paper of Lindsey Schell 
 
1. Choose whether you will return this survey via email or U.S. mail. If you choose to 
email your response, cut and paste the contents of this attachment into a new email 
message and address the email to: schel@ruby.ils.edu.  Please be sure not to reply to the 
original email so that your answers will not be sent back to the listserv.  If you choose to 
send your reply via U.S. mail, print this attachment and mail completed responses to: 
 
Lindsey Schell 
5114 Gable Ridge Dr.  
Durham, NC 27713 
 
(Please note: unfortunately, if you choose US Mail, you will need to absorb the costs of 
postage.) 
 
2. Fill out survey to the best of your ability.  Spaces have been provided within the survey 
to write or type your answers, but you should not feel limited to answer in only the given 
space.  Additional pages may be attached as needed.   
 
3. Additional comments may be added to your survey response.  Comments on issues not 
directly addressed in the survey questions are welcomed. 
 
4. When you have completed your survey responses, please send the document to either 
the email or street address listed above. 
 
A word about consent to participate in this research:  
 
This survey is part of research on the identity management strategies of lesbian and 
bisexual librarians in the workplace. 
 
Your consent to participate in this research is considered implicit and affirmative upon 
completion and return of the survey materials.  There is no material compensation for 
participating in this research nor is there any fee to participate.  You are free to choose 
not to participate without penalty. 
 
This survey is being distributed only to subscribers of the lezbrian listserv 
(LEZBRIAN@LISTSERV.ACSU.BUFFALO.EDU). 
 
Every effort will be made to ensure participants’ confidentiality. Given the highly 
sensitive subject matter of the survey and its relationship to participants’ lives and 
livelihoods, the principal investigator considers the fact of participant confidentiality with 
the utmost seriousness.  In all cases, identifying information about the participant will be 
separated and discarded from the survey data.  Only the principal investigator and the 
faculty advisor will have access to participants’ original responses, without identifiers.  
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Quotes from the survey responses may be used in the final publication of this research 
but will not be connected to the original author.  When the research report has been 
accepted by the School of Information and Library Science at the University of North 
Carolina at Chapel Hill, all original data will be destroyed. 
 
Participants should expect to spend 15 minutes completing the survey, although more 
time is allowed and encouraged, if necessary. 
 
The Academic Affairs Institutional Review Board (AA-IRB) of the University of North 
Carolina at Chapel Hill has approved this study on March 20, 2001.  
 
Questions about this research or participation in it may be directed to the principal 
researcher: 
 
Lindsey Schell                                                  
5114 Gable Ridge Dr.                                       
Durham, NC 27713          
(919) 660-5880  
schel@ils.unc.edu 
 
or the faculty advisor for this Master’s Paper: 
 
David Carr, Associate Professor of Information and Library Science 
University of North Carolina at Chapel Hill 
CB# 3360 
Chapel Hill, NC 27599-3360 
(919) 962-8364     
carr@ils.unc.edu                         
  
You may also contact the UNC-CH Academic Affairs Institutional Review Board at the 
following address and telephone number at any time during this study if you have 
questions or concerns about your rights as a research participant:  
Academic Affairs Institutional Review Board  
Barbara Davis Goldman, Ph.D., Chair  
CB# 4100, 201 Bynum Hall  
The Univ. of North Carolina at Chapel Hill  
Chapel Hill, North Carolina 27599-4100  
(919) 962-7761, or Email: aa-irb@unc.edu
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Survey for Master’s Paper of Lindsey Schell 
 
Demographic Information: 
 
Age: 21-30 31-40  41-50  51-60  60+ (please circle one) 
 
Place of work (optional): 
 
Number of years you have been a librarian? 
 
Number of people working in the same library as yourself? 
 
In a few words, what is your general job description? 
 
 
1. Describe the degree to which you are “out” at work, as it is related to your coworkers, 
managers, subordinates and patrons. 
 
 
 
 
 
 
 
 
 
 
2. How has your choice to come out or keep your sexual identity private affected (either 
negatively or positively) the atmosphere at work or your individual relationships at work? 
 
 
 
 
 
 
 
 
 
 
3. Please discuss if whether your degree of openness about your sexual identity in any 
way affects regular work processes: interview, hiring, meetings, committees, professional 
service? 
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4. Please discuss any ways your sexual identity may affect your sense of job security, 
professional advancement or career choice. 
 
 
 
 
 
 
 
 
 
 
5. Describe, if you can, your feelings of trust and or privacy regarding your sexual 
identity as it relates to the profession of librarianship and to your specific work 
environment. 
 
 
 
 
 
 
 
 
 
 
6. Describe, if any, the ways in which you have acted in the role of LGBT activist while 
at work. This can include but is not limited to addressing management on issues of 
institutional policy, negative comments or stereotyping by coworkers or patrons, 
employment discrimination, etc…Was there any response to your actions and what was 
the outcome of your actions? 
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